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A common topic referenced in leadership books and articles is how to be an
effective leader. Many of these resources suggest high emotional intelligence is related
to effective leadership. In addition, they reference transformational leadership as being
highly effective. The purpose of this integrative literature review is to provide an
overview, critique and synthesis of past research that looks at the relationship between
emotional intelligence and transformational leadership. This analysis includes
thoroughly examining the existing controversies of these two theories and providing
suggestions for future research so this field of study can continue to evolve and provide
value to the leadership field.
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Introduction
Emotional intelligence as it relates to leadership has developed into a well known
topic thanks to psychologists such as David Goleman who has written several books on
the topic. According to Goleman, Boyatzis, and McKee (2002), it is great leaders that
inspire us to be the best we can be and they believe great, effective leadership is a result
of emotional intelligence.
The origins of the field of emotional intelligence come from research done by
Thorndike (1921) and Gardner (1983) in the field of social intelligence which references
the importance of emotions. However, it was not until the early 1990s the term
emotional intelligence or EI became prevalent in the psychology field thanks to the early
work done by Salovey and Mayer (1990). Since that time, many books and articles have
been written about the importance of EI, and in fact, Coleman (2000) has written books
linking El to effective leadership. Goleman has received criticism on his books from
researchers who state he does not have empirical evidence to support the relationship of
the claims he makes in his books (Zeidner, Matthews, & Roberts, 2004; Antonakis,
Ashkanasy, & Dasborough,2009; Barrett, Miguel, Tan & Hurd,2001). Nevertheless,
Golernan's books have inspired other researchers to conduct research and empirical
studies that look at the relationship berween EI and effective leadership (Gardner &
Stough, 2002; Megerian & Sosik, 1 999; Leban &. Zulauf ,2004; Barrett, et al., 2001).
A common topic referenced in leadership books and articles is how to be an
effective leader; and many of these resources state high emotional intelligence is related
to effective leadership. For this integrative literature review, transformational leadership
(TL) is used to describe one type of effective leadership. Although much of the data
1
2concludes there is a relationship befween EI and TL, a comprehensive integrative
literafure review has not been completed on this topic (Mandell & Pherwani,2003;
Sivanathan &. Fekken, 2002; Gardner & Stough,2002; Palmer, Walls, Burgess, &
Stough, 2001).
3Purpose
The purpose of this integrative literature review is to provide an overview,
critique, and synthesis of current research on emotional intelligence as it relates to
transformational leadership. In addition, another goal of this paper is to provide
suggestions for furure research and studies that could be conducted on this topic.
Rationale for the Study
It is important to research the relationship between these two theories as this
information can be utilized to enhance overall leadership effectiveness in the workplace.
Today, organizations are faced with new challenges and the work environment is
becoming more competitive with glohalization. In addition, there is a focus on doing
more with less and increasing productivity in each organization. ln order for companies
to continue to thrive and maintain a competitive advantage,, they need to have
transformational leaders who can help drive positive results in the workplace.
Furthermore, it is beneficial for an organization to have transformational leaders who can
leverage the emotional intelligence competencies Mayer and Salovey (1997) and
Goleman (2000) outlined.
Additional reasons why it is important to understand the relationship between
these two theories as discussed by Megerian and Sosik (1996) includes team-based work
environment groups are becoming more popular and emotional intelligence is needed to
create harmony in work groups. Furthermore, Megerian and Sosik discussed new
knowledge could be gained from a better understanding and hence EI has received
increased attention in professional and academic areas, especially with using the EI
concepts in selecting future leaders. Megerian and Sosik stated relationship management,
4self awareness, emotional management, self motivation, and empathy are all components
of EI that can be attributed to transformational leadership. In addition, they referenced
Goleman's (1995) work in stating emotionally intelligent managers may be more
successful at developing employees, dealing with diversity, and coordinating group
efforts than managers who lack EI skilts.
Emotional intelligence and the relationship to transformational leadership are
relevant to the field of leadership. There are both qualitative and quantitative research
results showing emotional intelligence is a strong requirement to have transformational
leadership as Barbuto and Burbach (2006) discussed by referencing past studies (Gardner
& Stough.,2002; Barling, Slater, & Kellowdy,2000). Furthermore, Goleman et al. (2002)
made the association of effective leadership having results such as healthy relationships,
better teamwork, employee retention, and improved health. Strong emotionally
intelligent leaders can help bring out the best in their employees and help obtain results
by being aware of their own emotions and the emotions surrounding them. O'Grady and
Malloch (2003) suggested leadership is more than a set of learned skills and emphasized
effective leaders must be encouraging to those they lead and they must display energy
that is inspiring (as cited in Stewart,200l). Stewart fuither elaborated in stating those
with high emotional intelligence make outstanding leaders who are better at describing
goals, visions, and missions. These leaders are more adept at keeping everyone working
together which are transformational leadership qualities. Imagine a team of leaders who
are aware of their own emotions and able to drive emotions positively in their
environment. The effects can be great and help create a productive work environment for
employees.
5Methodology
To identify and define the scope of research for this paper, the methodology as
defined by (Torraco, 2005) was utilized. I created a preliminary outline of my paper
based on Torraco's guidelines to ensure I would address each key component of an
integrative literafure review. The criteria to be included in my paper were articles and
books that were (a) empirical/quantitative or qualitative; (b) referenced relationships
between the two theories; (c) described an organizational setting; (d) if it was a book, it
made important contributions to the leadership field and referenced both emotional
intelligence and transformational leadership or effective leadership; and (e) if it was an
article it had been published in peer reviewed journals befween 1983-2010. The year
1983 was chosen as the starting point because this is the year Gardner ( 1983) elaborated
on the work of Thorndike (1921) in the field of social intelligence in which the
importance of emotions was referenced" The majority of the articles in this paper are
from the year 2000 or more recent due to the fact that most of the articles looking at the
relationship berween these fwo theories have been written in the late 1990s to the present.
In addition, several of the databases only displayed article results from the late 1980s to
the present.
To obtain the articles for the timeframe listed above, a methodical approach was
taken. First, a database search was done in Academic Search Premier, Business Source
Premier, ABVINFORM Global, PsycII.,lFO, and WorldCat. tn the search field of the
databases, I typed the following key word combinations: emotional intelligence and
transformational leadership, EI and transformational leadership, emotional intelligence
and leadership effectiveness (needed to reference TL in the article), EI and leadership
6effectiveness (needed to reference TL in the article), emotional quotient and
transformational leadership, EQ and transformational leadership, and EQ and leadership
effectiveness (needed to reference TL in the article). Once I started reviewing the articles
found from searching these key terms, many of these articles referenced additional
literature that was relevant to my topic. To find these additional articles, I did a search in
the WorldCat database by inputting the referenced author's name and date of publication.
With this method, I found the majority of the articles. For the articles I was unable to
find, I submitted an article request form through Augsburg's library website. For the
articles the Augsburg librarians were able to locate, they were e-mailed to my Augsburg
account. There were a few articles which could not be found and hence could not be
included in this paper. Due to the focus of this integrative literafure review being on
organizational settings, some literature pertaining to the nursing field and educational
field were discarded.
To obtain the books for this integrative literafure review, a search was done using
CLICnet, the Catalog on the Augsburg Library website which locates books within the
Cooperating Libraries in the Consortium. Although there were many books about EI and
TL on their own, to be included, the books needed to discuss EI as it related to effective
leadership or transformational leadership in the workplace.
Overall, the articles and books that met the criteria discussed above were
included. Due to the high number of sources that applied to my paper based on the
outlined criteria, I needed to find a way to organize, code by key themes, and effectively
analyze the information from the literature. To accomplish this, I created an Analysis
Grid spreadsheet using Microsoft Office Excel. The spreadsheet was organized by listing
7each reference (author(s) and date of publication), the purpose of each source for being
written, the key findings or main points in each source (listed in a bullet point format),
the EI and TL assessments utilized in each source, the key controversies identified in
each resource (listed in a bullet point format), and then the limitations from my
perspective of each source (listed in a bullet point format).
Once all the data was entered into the spreadsheet, I read through it a few times
which helped me to clearly identify key themes found in the literature which I wanted to
include in this paper. I then color coded key themes found by changing the font color. I
focused my color coding on the main points and controversies identified in each source.
An example of themes that were color coded were those sources that supported a
relationship between EI and TL were changed to a green colored font and those that did
not support a relationship between EI and TL were changed to a red colored font. When I
finished color coding the themes, I updated my outline which I had first created after
reading Torraco's (2005) article on how to effectively write an integrative literature
review. As I filled in the outline and wrote the overall paper, I italicized the statements in
the spreadsheet after I had incorporated the information into my paper. By doing this it
was easy to keep track of what I had already included in my paper from my detailed
Analysis Grid spreadsheet. This integrative literature review is a result of leveraging the
benefits an organized excel spreadsheet can provide.
ILiterature Review
Introduction
This literafure review thoroughly defines the two theories and critically examines
key themes found in the literafure. These themes include the debated utility of EI, the El
models, the EI assessments, the TL assessments, literature supporting a relationship
between the theories, research supporting a stronger relationship in self reports than in
reports by raters, research supporting only a relationship between three areas of TL,
literature not supporting a relationship between the two theories, the impact of self
awareness on the theories, similarities and differences in the definitions and assessments
used in the reviewed resources, and the variance in support of different aspects of EI and
TL found in the literafure"
Theories Defined
There are many definitions and models of emotional intelligence as they relate to
transformational leadership that will be used for this integrative literature review. lt is
not in the scope of this literature review to outline each definition, but three will be
defined as it assists in understanding other areas of this paper. One of the definitions and
models is Mayer and Salovey's (1997) which according to Jordan, Ashkanasy, and Hartel
(2003) is the most appropriate model for research purposes due to their model fitting with
the three criteria Sternberg (1985) identified as being required to define an intelligence.
Mayer and Salovey's ability model which is based on a subset of social intelligence has
four branches which range from looking at basic psychological processes to those that are
more advanced. These branches are:
1. Identify emotions: Being able to recognize your own and others emotions.
I2. Use emotions to facilitate thought: Create an emotion and then reason with it.
3. Understand emotions: Ability to understand emotions and emotional "chains"
of how emotions can go through different stages.
4. Manage emotions: Ability to manage your own and others emotions.
Weinberger (2002) explained it is important in the Mayer and Salovey model to
be able to think about emotions in an intelligent manner as well as have the ability to use
emotions to think intelligently and make informed decisions (as cited in Graves, 1999).
There is the Mayer-Salovey-Caruso Emotional lntelligence Ability Test
(MSCEIT) which has 141 questions and provides fifteen scores, two area scores, four
branch scores, and eight task scores. To help understand the MSCEIT assessment, I will
review four types of questions found on the assessment. According to EI Skills Group
(2010), for the identifying emotions category, a picture of a person is displayed and the
question asks to rate on a five-point scale how much of each emotion (happiness, fear,
sadness, surprise) is seen in the facial expression of the person in the picture. In
reviewing the using emotions category, the question asks to rate the usefulness of three
emotions (tension, surprise, joy) when in the situation of meeting a future spouse' in-laws
for the first time. For the understanding emotions category, the question asks to choose
the best emotion (overwhelmed, depressed, ashamed, self conscious, jittery) a person
most likely is experiencing when in the situation of feeling anxious, stressed about
current workload and is then asked to take on an additional project at work. In reviewing
the managing emotions category, the question asks to judge the effectiveness of
maintaining a peaceful and non-stressful mood based on different actions that could be
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taken such as making a to-do list or thinking about the next vacation destination. It is a
result of these questions a score is produced in rating the level of EI (low-high level).
Another definition of emotional intelligence prevalent in the research is Bar-On's
(1997) definition which like the Mayer and Salovey (1997) model has a corresponding
assessment. As Kobe, Reiter-Palmon, and Rickers (2001) explained El is an array of
personal, emotional, and social abilities and skills which impact a person's ability to
succeed in life and impacts their psychological well-being. They further explained unlike
cognitive intelligence, EI can help determine a person's success because it reflects the
way a person can apply their EI knowledge to their current situation. There is the Bar-On
Emotional Quotient Inventory (EQ-i) which has been used in many studies and has 125
questions and looks at five key EI areas which include: Intra-personal, inter-personal,
cognitive-orientation, stress management, and affect.
The third definition of emotional intelligence that will be discussed is defined by
Goleman et al. (2002). These authors claimed the four domains and the coffesponding
competencies are the foundation in which leaders can drive emotions positively in their
environment. They emphasized leveraging these competencies could help a leader be
more effective and could result in improved company profits. The following is their
model.
Personal
competence
(How we
manage
ourselves)
Emotional awareness-
recognize/use "gut sense"
Accurate self-assessment-
strengths/weaknesses
Self confidence-self-
worth/capabilities
Self Awareness
Emotional self-control-keep emotions in
check
Transparency-display honesty/integrity
Adaptability-flexible/overcome obstacles
Achievement-drive for improvement
ln itiative -actl seize opportunities
Optimisrn-see the positive
Self Management
Social
competence
(How we
manage
relationships)
Social Awareness
Empathy-
sensing/understanding othcrs'
emotions
O rganizational awareness-
decision trees/politics at org
level
Servicc-meeting needs of
others
Inspirational leadership-guide/motivate
Influence-persuade with tactics
Developi ng others-provide
leedback/guidance
Ch ange catalyst-initiate/I ead
Conflict Mgmt-resolvc issues
Building bonds-maintain relationships
Tea m w o rk/Collatlo rati on-teambui I ding
Rclationshin Management
lt
Table l: Emotional Intelli Domains and Associated CS
Note. From Goleman, D., Boyatzis, R., 8d McKee, A. (2002). Primal Leadership; realizing the
power of emotional intelligence. Boston: Harvard Business School Prcss.
For this integrative literature review, transformational leadership is used to
describe one type of effective leadership. This theory originated from the research done
by Burns (1978) who wrote a PulitzerPrize winning book called Leadership. Burns
believed transfbrmational leaders could motivate their followers to achieve higher
performance. In addition, he believed transformational leaders were successful at
recognizing and acting on the needs of their followers. Bass (1985) further expanded on
Bum's theory with his work in which he applied it to the business world. Bass described
transformational leaders as having the leadership skills necessary to connect followers'
values with the vision and goals of an otgantzation and being able to create an
environment of strong relationships and trust while pursuing common objectives. In
1996., Lowe, Kroeck, and Sivasubramaniam described transformational leaders as being
consistently rated by their direct reports as more effective and consistently linked to
having better organizational performance and overall success.
Augsburg College Library
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The definition of transformational leadership used in this integrative literafure
review is defined by Avolio, Waldman, and Yammarino ( l99l ), who established the four
below behaviors as being foundational for leaders to exhibit when working with
followers. These four behaviors are referred to as the "four I's":
l" Idealized influence: Followers idealize and try to model the behaviors of their
leader. Leaders display strong, ethical values and build the trust and respect
of their followers. They are seen as charismatic role models who achieve
desired results and can obtain buy-in around shared goals.
2. Inspirational motivation: Followers are inspired to reach common goals by
their leader. Leaders clearly communicative a vision and are enthusiastic in
inspiring followers to accomplish key tasks. To generate excitement around a
vision, leaders will lead by example by working hard, staying optimistic,
providing encouraging dialogue, and will work with their followers to balance
workload. For leaders to be seen as inspirational they need to make their
followers feel valued, confident in their own abilities, and the followers must
believe their leader is capable of leading effectively through challenges as the
vision is pursued.
3. lntellectual stimulation: Followers are encouraged to challenge the status quo
and to challenge their own beliefs, values, and expectations. Leaders break
out of their comfort zones and challenge their own beliefs while encouraging
their followers to break out of their comfort zones by asking questions and
finding new ways to solve problems. Leaders help the followers to see the big
picture of how they fit into the overall vision of the organization.
l3
4. Individualized consideration: The needs of followers are addressed and they
are treated fairly. Leaders give one-on-one coaching and mentoring to their
followers with the goal of seeing them reach self-fulfillment with
development opporfunities. Leaders are active listeners and help bring out the
best in their followers, which includes building up the followers' self
confidence.
Similar to the emotional intelligence theory which has assessments to measure it,
there is an assessment to measure transformational leadership. The majority of the
studies referred to in this integrative literature review used or referenced the Multifactor
Leadership Questionnaire (MLQ-SX) to measure TL. I chose to use the MLQ-SX as a
way to measure TL as it assesses TL behaviors based on the "four I's" defined earlier.
According to Avolio, Bass, & Jung (1997), the MLQ-SX is a psychometrically good
assessment. To help understand this assessment, I will provide examples of questions.
According to Mind Garden (2010), two examples for the rater version of the MLQ-SX
include asking the person taking the assessment to rate on a scale from not at all (0) to
frequently or almost always (4) on how regularly the following statements seem to fit the
leader they are rating. These statements include rating how often the leader talks
positively about the future and scoring how often the leader will take time to coach and
teach followers. It is a result of this assessment a measurement is provided on how
transformational or not transformational the leader may be.
Debated Utility of Emotional Intelligence
The researchers, Zerdner et al. (2004), discussed instantiated claims have
appeared in popular literature and the media about the impact of EI in the workplace.
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They criticized George (2000) for the study not having any empirical data to support the
claims asserted. They further elaborated in addition to George, Goleman (2000) does not
have empirical evidence to support the connection between emotional intelligence and
the positive effects outlined in his books. Zeidner et al. also critiqued the work of
Goleman by stating most of his research is anecdotal and has not been published in peer-
reviewed literature. They looked at Goleman's (2000) study of Bell Laboratory
engineers in which the results of the study showed top perforrners were more emotionally
intelligent than their peers. However, in reading the original report, the engineers in the
study were never tested with any instrument used to assess EI. Barrett et al. (2001)
emphasized EI should not be used for job selection, leaders should be careful in using
self-report measures because they can overlap with standard personality tests, and it is
important EI tests used for research be validated and reliable (as cited in Zeidner et al.,
2004).
According to Weinberger (2002) the popularity of emotional intelligence in books
and articles is ahead of research support. She elaborated the proliferation of books,
internet online "quick tests", and consultants using information with little scientific
support, is pushing this area of study towards a corporate fad instead of a field of research
greatly supported by scientific research.
Agreeing with Weinberger (2002), Learnmouth (2005) warned against managers
using emotional intelligence as another tool in the manager toolkit and believed focusing
on EI could increase managerial control and promote a micromanaging culture that could
have Iong-term negative impacts on the organization (as cited in Stewart,20A7).
t5
Emotional Intelligence Models
There are several controversies within the emotional intelligence field. It can be
understood why there would be controversy since EI is a newer construct. Cherniss,
Extein, Goleman, and Weissberg (2006) referenced the tQ theory. Even after one
hundred years there is still not consensus on the definition or best way to measure it" EI
seems to be following the same path with not obtaining consensus.
To further elaborate on these controversies, two of the main ones are the
definition of emotional intelligence and the different models (mixed and ability) created
to define it. Harms and Crede (2010) discussed there have been efforts to create
psychometrically valid measures of EI, but there is not one single, universally accepted
measure of it and there have been a number criticisms about this. Brown, Bryant, and
Reilly (2005) noted one model did not seem superior to the other; however, there are
differences between them. Goleman (2000) used a mixed model approach which consists
of defining EI as diverse constructs such as personality in addition to abilities. Bar-On
(1997) also used a mixed model approach to define EI. Looking at the othermain model
highlighted in this paper, Salovey and Mayer (1990) used the ability model which focuses
on aptitudes and abilities to process information. This model was originally defined as a
framework of skills.
The benefits of the mixed model approach include it is popular and there are
many published models. Besides Goleman (2000) and Bar-On ( 1997), Kerr, Garvin,
Heaton and Boyle (2005) explained there are six other models and corresponding
assessments used to define E[ under the mixed model approach.
l6
The limitations of the mixed model approach include it is a broader perspective
and definition, it overlaps with personality characteristics, and it can be confusing. In
terms of a broader perspective, Weinberger (2002) asserted the broader the perspective,
the more difficult it is to measure and the more challenging it is to confidently attribute
results to the emotional intelligence construct. In addition, this approach overlaps with
personality characteristics. Murensky (2000) stated it overlaps with the Big Five
personality domains which are "neuroticism, extraversion, openness to experience,
agreeableness, and conscientiousness" (as cited in Weinberger, 2002, p.227). Zeidner et
al. (2004) critiqued Goleman et al.'s (2002) model of twenty-five competencies as being
confusing and ambiguous and therefore more challenging to measure.
The benefits of the ability model as explained by Zeidner et al. (2004) include it is
more widely accepted as a scientific definition. In addition, as Weinberger (2002)
pointed out EI for the ability model is defined in a more structured way from a cognitive
ability perspective and minimizes the blending into personality characteristics that
convolutes the mixed model approaches. Overall, Mayer and Salovey (1990) took a more
cautious path in defining EI and then creating an assessment to measure it. This cautious
approach is beneficial in terms of effectively measuring EI because it is narrower focus
and hence easier to measure.
The largest limitation with the ability model is the small number of researchers
using it according to Weinberger (2002). She further emphasized the perspective of the
ability model is constrained and may have lost some of its usefulness from a research
perspective. An example of this is empathy is not included as a component of the ability
model, but it is included in the mixed model definitions and assessments. With the
t7
argument empathy is essential in understanding the emotions of others; the ability model
would not be able to assess this aspect of EI as thoroughly as the mixed model approach.
This limitation of not being able to measure empathy effectively with the ability
model of EI is seen clearly in the research conducted by Barbuto and Burbach (2006).
They used a mixed model approach and assessment. In their research they found
empathetic response shared a positive statistically significant relationship with each
subscale of transformational leadership which is consistent with what was found by
Wolff, Pesconsolido, & Druskat(2002), and Kellett, Humphrey, &. Sleeth, (2002) that
empathy is an antecedent to transformational leadership effectiveness. Overall, leaders
who displayed more empathy also displayed higher degrees of intellecfual stimulation
and individualized consideration. It was also found leaders who have strong interpersonal
skills were more likely to exhibit TL behaviors. It is interesting that if Barbuto and
Burbach had used the ability model to measure E[, they would not have been able to see
these results pertaining to empathy.
Emotional Intelligence Assessments
A second controversy within the emotional intelligence field is the plethora of
assessments published since the early 1990s. There is not one main or key validated and
reliable test to measure EI and instead there are many assessments as discussed by
Megerian and Sosik (1996). Kerr et al. (2005) referenced over ten different assessments
that can be used to measure it and according to the creators of the assessments, each one
proposes it can effectively measure an individual's EI. An outcome of these
controversies is the overall results of research are showing a variety of findings. Jones
(1997) discussed in the past Salovey has confirmed there cannot be a standardized
18
measurement of EI because the concept is diverse and this field overlaps a collection of
other fields such as social intelligence and personality characteristics. Overall, this is a
big challenge for the EI field.
One of the main issues impacting the research on emotional intelligence is that
definitions and assessments may rely on self-report measures, Zeidner et al. (2004)
stated self-report measures can have low reliability, limited to even no criterion-related
validity, and the answers can be faked by the participants. An example of this is the
study by Janovics and Christiansen (2001), in which two self report measures of EI, the
TMMS and Schutte EQ test, were uncorrelated with job perforrnance and leadership
effectiveness (as cited in Zeidner et a1.,2004). This contradicts much of the research in
the field of EI as it relates to effective leadership. One of the reasons provided to help
explain the different results are these assessments rely on self report measures and are
impacted by self-report bias.
The majority of the studies looking at the relationship between emotional
intelligence and transformational leadership used either the MSCEIT, EQ-I or TMMS
assessments. There were a few that used less commonly used assessments and the
critique and limitations identified in those articles are the researchers may have wanted to
use a more well known EI assessment and, in fact, stated using the MSCEIT could have
provided more objective results which Barbuto and Burbach (2006) pointed out in their
study. One of the benefits of Mayer and Salovey's (1997) MSCEIT assessment as
discussed by Weinberger (2002) is compared to the other assessments, especially the
mixed-model ones, it is the best one to measure El in a way that separates it from general
l9
intelligence and other personality factors. Also, it was discussed the MSCEIT has
positive results in looking at reliability and validity.
Transformation al Leadership Assessments
The majority of the studies looking at the relationship between emotional
intelligence and transformational leadership used the MLQ or MLQ-SX assessment to
measure TL. The MLQ as discussed by Barbuto and Burbach (2006) is criticized for
failing to empirically generate the structure proposed by Bass and Avolio (1997) as
underlying TL. According to Avolio, Bass, & Jung,1997; Bass, 1998; Bass & Aviolio,
1997, the MLQ-SX, created afterthe MLQ has been proven to be psychometrically good
and could have helped make some of the studies and results stronger such as the Barbuto
and Burbach study. In addition to the MLQ and MLQ-SX, there is also the MLQ-SX
short assessment which was created and has significantly less questions to answer in
determining leadership style.
For all MLQ assessment types, there are options to have a self assessment or 180
degree assessment and there is also a rater version so that others such as direct reports can
rate the observed leadership too which is 360 degree feedback. In my research, most of
the studies used the self assessment form or 180 degree feedback. This is unforfunate
because the 360 degree feedback can provide richer results, feedback from multiple
sources, and help avoid self-rater bias. For some of the studies the assessment questions
were manipulated based on the environment they wanted to test. As Slvanathan and
Fekken (2002) explained, MLQ-5X was designed for organizations so having questions
on the assessments tweaked by researchers to fit, for example, education settings can and
20
do impact the validity and generalizability of the results because the content of the
assessments is not staying consistent.
An additional criticism of the MLQ is it can just be based on follower ratings of
superiors. The impressions of followers about their leaders can be rated instead of rating
their acfual leadership. In this case leaders may not be better skilled in understanding
followers but instead create the impression as discussed by Ashkanasy and Tse (2000).
Furthermore, Kupers and Weibler (2005) confirmed the TL theory and MLQ have not
integrated emotions and emotional competencies systematically so hence is flawed.
Overall in looking at the critique of transformationat leadership assessments, Megerian
and Sosik (1996) discussed it was unforfunate Goleman did not identify a specific
leadership theory most related to EI as this could have helped guide the research in the
emotional intelligence field as it relates to leadership.
2t
Synthesis of literature
The strength of the relationship between emotional intelligence and different
aspects of transformational leadership varied in each of the studies. This is
understandable as each study was a little different in definitions of emotional intelligence,
the assessments utilized, and sample population. Leban and Zulauf (2004) stated when
they wrote their article little empirical research existed that looked at the relationship
between these two theories and that was one of the reasons they conducted their study so
the field could continue to evolve.
Supporting a relationship between theories
The majority of the sources showed a relationship between emotional intelligence
and transformational leadership (Leban &. Zulauf ,2004; Sivanathan & Fekken,2002;
Barling, et a1.,2000; Barbuto & Burbach,2006; Sosik & Megerian, 1999; Kerr et al.,
2005; Rosete & Ciarrochi,2005; Palmer et a1.,2001;Butler & Chinowsky, 2006;
Ashkanasy & Tse, 2000; Hoffman & Frost, 2006; Polychoroniou, 2008; Gardner &
Stough,20A2; Mandell & Pherwani,2003; Deng & Gibson,2009; Harms & Crede,2010;
Wang & Huang, 2009; Wu, Liu, & Liu, 2006; Goleman, 2000).
In reviewing the research conducted by Slvanathan and Fekken (2002), leaders
reporting higher emotional intelligence were perceived by residents as displaying more
transformational leadership behaviors" These findings replicate earlier work done by
Barling et al. (2000) and Palmer et al. (2000) and supports Goleman (2000) and Stein and
Book's (2000) research that effective, transformational leaders are socially adept. Stein
and Book discussed Mayer and Salovey have fought against the criticism of the EI field
by publishing more research. With the MSCEIT, they believe they have demonstrated EI
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colrelates with other intelligences and they believe the MSCEIT is a valid and reliable
way to measure EI and predict effective leadership behavior.
In examining research done by Megerian and Sosik ( 1999), they found the self
awareness (self-other agreement) aspect of emotional intelligence was related to
transfotmational leadership behavior. In addition, they found the ratings of direct reports
on transformational leadership were positively related to the leaders' categorization of
being self-aware. Megerian and Sosik argued highly self-aware managers exhibit more
aspects of EI and are hence rated as more effective by upper management and direct
reports than those that are not rated as being self-aware. Megerian and Sosik also stated
self awareness is the foundation of which other emotional intelligence areas are based.
Results suggest self awareness may provide people with more perceived control over
events and consequences that occur in their lives. These results support prior research,
which includes sfudies done by Bass, 1985; Megerian & Sosik, 1996; and Hogan,
Curphy, & Hogan , 1994, that claim leaders who are self aware, have higher self
confidence and self efficacy and provide vision for their employees, which are
transformational leadership characteristics.
In the research completed by Gardner and Stough (2002), they found a
relationship befween emotional intelligence and all aspects of transformational
leadership; however, the strongest relationship was between individualized consideration
and understanding of emotions. Gardner and Stough elaborated emotional intelligence
testing may improve a business' ability to predict who will be a transformational leader,
who will manage a productive group and who will be satisfied in their own role but will
not avoid responsibility when needed.
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Transformational leaders have been linked to having characteristics found in
emotional intelligence models according to Farmbrough & Hart (2008), They elaborated
transformational leadership is a process of interactions in which leaders and their
employees are connected by the characteristics of motivational inspiration (as cited in
Dasborough and Ashkanasy,2002), Farmbrough and Hart further referenced sfudies that
claimed EI positively impacted followers' perceptions of leaders and high El
strengthened the leadership of transformational leaders. The authors of these studies are
listed below and they noted in their research EI elements such as self awareness,
empathy, recognition ability, and positive leadership perceptions and job satisfaction by
their employees or followers was tbund (Ashkanasy & Tse, 2000; George, 2000,
Goleman et al., 2002; Prati, Douglas, Ferris, Ammeter, & Buckley,2003; Sosik &
Megerian, 1999; Rubin, Munz, & Bommer,2005; Newcombe & Ashkanasy, 2002, Wong
& Law, 2002, and Wolff et al .,2002).
According to Polychroniou (2009), transformational leaders have emotional
impact on direct reports and supervisor emotional quotient competencies (social skills,,
motivation and empathy) are positively related to transformational leadership increasing
team effectiveness of direct reports. Polychroniou further elaborated transformational
leaders create an environment of change and may be inspired by visionary ideas which
drive other people to work hard. They have the ability to motivate their employees to
accomplish more than normally expected. Moreover, Polychroniou found empathy
enhanced TL of supervisors in a Greek business but found it did not enhance them as
much as social skills. Cultural context has a strong impact on the motivation dimension
of TL. In addition, Polychroniou found TL had a positive impact on direct reports
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willingness to integrate goals with supervisors and to work with creative problem solving
techniques. They work together to achieve goals. Polychroniou also referenced scholars
and writers of management books and articles of which are starting to emphasize the
importance of EI on leadership effectiveness (Megerian & Sosik, 1996; Morris &
Feldman,1996; Goleman, 2000; Rahim, Psenicka, Polychroniou, Oh, Ferdusy, & Dias,
2006).
Stronger Relationship between EI and TL in Self Reports than in Reports by Raters
There are many sfudies which support a stronger relationship between emotional
intelligence and transformational leadership in self reports (180 degree feedback) than in
reports by raters (360 degree feedback). Barbuto and Burbach (2006) conducted their
study using 360 degree feedback for the MLQ-SX assessment and had a large sample of
eighty leaders and 388 direct reports. They fbund a stronger relationship befween EI and
TL in leader self reports than in the reports by their direct reports. Barbuto and
Burbach's study criticized the research conducted by Barling et a[. (2000), Gardner &
Stough (2001) and Sivanathan & Fekken (2000) because they were entirely based on self
reports or 180 degree feedback (can have self-rater bias) and not 360 degree feedback.
To further elaborate on the above, the researchers who found stronger
relationships in self-report measures of transformational leadership compared to other
rating measures included studies by Mandell and Pherwani (2003), Wang and Huang
(2009), and Wu, Liu, and Liu (2006). Overall each of the researchers listed above
claimed there was a significant relationship befween EI and TL and, in fact, TL of
managers could be predicted by the E,l score. They further stated the relationship
between the two theories could have positive implications for assessing and training
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people to be effective leaders and believed it was important for understanding and
predicting TL behavior.
Literature Supporting OnIy a Relationship of Three Areas of TL
While most of the literafure supported a relationship between emotional
intelligence and transformational leadership, several of the articles found EI was only
related to three areas of TL. According to Barling et al. (2000), Palmer et al. (2001)',
Leban and Zulauf (2004), and Deng and Gibson (2009), EI is linked to the three areas of
TL which includes idealized influence, inspirational motivation, and individualized
consideration. A relationship was not found between EI and intellectual stimulation. To
help explain this, each of the researchers listed above elaborated it was possible
intellectual stimulation was more cognitive than the other three components and hence
does not rely on the emotions as much.
Palmer et al. (200 1) went into additional detail for their study and claimed the two
underlying competencies of effective leadership were the ability to monitor emotions in
yourself and others and the ability to manage your own emotions. Palmer et al. further
stated it may account for how effective leaders monitor and respond to employees and
how they make them feel at work. According to Deng and Gibson (2009), the areas of
transformational leadership most related to emotional intelligence were idealized
influence through role playing, inspirational motivation through vision, and
individualized consideration through coaching and mentoring.
Farmbrough and Hart (2008) and Butler and Chinowsky (2006) had similar
findings to the above but, in addition, they found emotional intelligence and three
components of transformational leadership were related, in which the highest correlation
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was between EI and inspirational motivation. Butler and Chinowsky claimed thirty-four
percent of variance in transformational leadership scores could be explained by the total
EI score.
Hoffman and Frost (2006) had similar findings that emotional intelligence was a
significant predictor of transformational leadership and specifically the three aspects of
TL referenced above. The studies that supported this included Mandell & Pherwani,
2003; Hartsfield,2003; Ashkanasy & Tse,2000; and Megerian & Sosik,1999. Hoffman
and Frost reported the results for specific TL behaviors have been inconsistent; however
based on their research EI seemed to be more strongly related to individualized
consideration. Hoffman and Frost's study contradicts the studies of Farmbrough & Hart
(2008) and Butler & Chinowsky (2006), which found the strongest relationship between
EI and TL was with the inspirational motivation behavior.
Literature Not Supporting a Relationship between Theories
Some of the literature found did not support a relationship befween emotional
intelligence and transformational leadership (Weinberger, 2003; Brown, Bryant & Reilly,
2005; Halsell, Shumate & Blum,2008; Kupers & Weibler,2005;Moss, Ritossa, & Ngu,
2006).
lt was interesting Weinberger (2003) using the MSCEIT emotional intelligence
assessment and MLQ-5X (360 feedback) assessments did not find any relationship
between E,I and transformational leadership as perceived by the leaders direct reports" In
addition, no relationship was found between the leaders and their own ratings of
leadership effectiveness, satisfaction or additional effort. These results differ from those
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found by Sosik and Megerian (1999) and they contradict Goleman's (1995) claim the key
to leadership effectiveness is the leaders' EI.
Weinberger (2003) had much larger sample sizes of 138 managers and 791 direct
reports and her methodology was more thorough than some of the other sfudies discussed
in this research in that it had the MLQ-5X (360 feedback) so obtained the self-report and
also direct report ratings.
In alignment with Weinberger (2003), Brown, Bryant and Reilly (2005), found no
evidence of a relationship between emotional intelligence and desirable transformational
leadership outcomes. We might have expected weaker results from a larger sfudy, but
that was not the case. This contradicts previous studies that used the EQi in their study
such as Barling, et al. (2000) which had forty-nine leaders and t9l followers in their
study, Sivanathan and Fekken (2002) which had seventy leaders and 232 followers in
their study, and Mandell and Pherwani (2003) which had thirty-two leaders and no
follower data listed. To help explain the different outcomes and results, it could be
methodological differences and possibly sample size differences that impacted it. In
addition, it is feasible the results could be different based on culrural or organizational
circumstances. This study was just conducted in the United States. Overall, this study
did not support the use of EQi as a tool for selecting candidates, or for development, or
assessment of candidates.
In the study by Barbuto and Burbach (2006) they found emotional intelligence did
not show significant variance with the direct reports ratings of intellectual stimulation and
idealized influence. This study hence weakens support of the previous findings by
Sivanathan & Fekken (2002) that showed a relationship between EI and transformational
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leadership based on direct report ratings. Along the same lines, Gardner and Stough
(2002) claimed the article by George (2000) did not provide empirical evidence to
support the claims asserted in the article. In addition, Caruso et al., Barling, et al., and
Palmer et al. stated their studies showed a relationship; however, were weaker empirical
sfudies because of sample size (as cited in Gardner and Stough, 2002). Barling et al. had
a sample size of forty-nine and Palmer et al. had a sample size of forty-three. Each of
these had limited methodologies and neither used a measure of EI designed specifically
for the workplace.
To further elaborate on the results in which a relationship befween these two
theories was not supported, Halsell et al. (2008) did pre and post E,l assessments to
determine if the scores would increase by providing leadership lectures and hands-on
activities geared towards being a transformational leader. However, the results were not
significant enough to support El training as a method of grooming transformational
leaders. Kupers and Weibler (2005) claimed in their study TL and MLQ have not
integrated emotions and emotional competencies thoroughly. They specifically stated
emotions pertaining to individualized consideration are absent in the MLQ assessment.
An example of this is emotion-relevant empowering behavior such as delegating is not
represented in the MLQ assessment. Kupers and Weibler recommended empirical
studies to help better understand the relevant emotions that pertain to TL and ensure the
wide range of possible emotions can be measured by a TL tool. Moss et al. (2006) found
in their study E,I could enhance the capacity for a leader to be transformational; however,,
this was only the case in some situations. For example, based on 360 degree TL feedback
if a leader claimed to understand emotions in others and was working with an extroverted
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employee, this leader would have a higher capacity to display transformational leadership
behaviors. However, in general a leader high in emotional intelligence for this sfudy was
not found to have special or increased capacity for displaying TL behaviors.
lmpact of Self Awareness Aspect on Theories
Megerian & Sosik (1996) and Bennis (1989) argued self awareness is the most
important and integral aspect of emotional intelligence in relation to transformational
leadership. Kerr et al. (2005) had an unexpected finding in their sfudy which was a
significant relationship was not found between supervisor ratings and the understanding
and managing emotions branch score for EI. The concepts of self-awareness and
understanding emotions which are important aspects of the EI model were not supported
as being significant in the ratings by direct reports on leadership effectiveness in this
study. The managing emotions component of the emotional intelligence model is the
closest to a self reporting format than any other section of the MSCEIT. Due to this, this
component is vulnerable to criticism given to other self report tests. It is believed self
reported ability and actual ability are only minimally correlated in the world of
intelligence research; however, unfoffunately there is lack of research on this topic.
Dulewicz, Young, and Dulewicz(20A5) did not find a correlation between self
awareness and job perfoffnance. Barbuto and Burbach (2006) had this same finding.
Leaders' self awareness did not seem to have much of a relationship with
transformational leadership and, in fact, as leaders became more self aware, they saw
themselves as being less inspirational. This was an unexpected finding as it related
negatively to leaders' self assessment of inspirational motivation. Furthermore, this
result was unexpected due to past researchers finding self awareness led to greater leader
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perfonnance (Atwater & Yammarion, 1992). As a result of this unexpected finding,
additional research will be necessary to ascertain the relationship befween EI and TL.
Similarities and Differences in Definitions and Assessments Used in the Literature
Trait measures (mixed model) of emotional intelligence were more strongly
related to transformational leadership for both same source and multi-source ratings than
were abilitybased measures of EI according to Harms and Crede (2010). The Bar-On
( 1997) Emotional Quotient lnventory (EQi) had the highest validity estimate for both
methods. Both ability and trait measures showed similar reductions in validity when
multiple sources for raters were used. The EI and TL relationship was weaker with the
MSCEIT than other inventories. Harms and Crede also found the results linking EI and
TL were not as strong or compelling as advocates of EI testing predicted. They noted a
moderate relationship between the two theories was only present in studies where results
could have been inflated by "...methodological confounds of common method bias and
socially desirable responding" (p. l2).
To elaborate on additional results, Harms and Crede (2010) found in studies
where raters of emotional intelligence and transformational leadership were not the same,
the relationship was small but significant, with effect size comparable to those found
befween personality traits and transformational leadership. Overall, the self-other
agreement for both EI and TL were low. This was not completely unexpected as prior
studies have found self-other agreement on TL to be similar or be even lower levels of
agreement according to Atwater & Yammarion ( 1992). ln looking at a different point,
direct reports tend to base assessment of leader effectiveness on character and
trustworthiness, while upper level management base ratings of effectiveness on technical
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skills and productivity. The lack of consensus across raters of each construct of interest
can help explain lower validity estimates seen in studies where multiple raters were used.
Overall according to Harms and Crede (20 10) EI measures failed to incrementally
predict work outcomes above and beyond measures of personality and cognitive
intelligence. They noted the impact of emotional intelligence on transformational
leadership in a work setting is over-estimated. Furtherrnore? Antonakis et al. (2009)
strongly claimed "given the sparse empirical evidence, it is unethical and unconscionable
to use these measures in applied settings" (p. 248). For these reasons Harms and Crede
affirmed EI assessments should be limited to using them to encourage self discovery such
as self awareness and self reflection until better EI assessments can be developed and
validated.
Variance in support of different aspects of EI and TL
There is much variance in the support of different aspects of emotional
intelligence with transformational leadership. Overall, some sfudies failed to show a
strong correlation between the self-awareness aspects of EI and TL, while others showed
the correlation was strong. In addition, a couple of the studies showed there was a
stronger correlation between EI and TL in leader self reports than in the reports by the
raters"
The research of Mayer and Salovey (1997) placed emotional intelligence as
meeting the expectations of defining an intelligence. They stated social intelligence is a
broader definition which includes EI. This consisted of reasoning with emotions and
reasoning with our own internal emotions and how reasoning with both aspects assists
with personal growth. Mayer and Salovy further noted EI is much more focused than
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social intelligence because it relates to emotional issues which are embedded in social
and personal issues.
According to Kobe et al. (2001), there is a positive correlation between emotional
intelligence, social intelligence, and leadership. They found sfudents who scored high in
social intelligence, also scored high in EI and self reported leadership experience.
Overall Kobe et al. believed social intelligence could be the primary component of
leadership. This raises a good question. Could just social intelligence be measured to
assess leadership effectiveness? There is obvious overlap between the two concepts. It is
not in the scope of this integrative literature review to go into detail about this topic.
Summary of Key Themes from the Literature
1. There are a plethora of different definitions and assessments used to measure EI:
. Kerr et al. (2005) referenced over ten different assessments that have been used in
research.
. There are two types of EI models-ability and mixed. Mayer and Salovey ( 1997)
use the ability model which focuses on aptitudes and abilities to process
information and it is more widely accepted as a scientific definition of EI because
it is defined in a more structured way (Zeidner et a[. 20Aq.
. With the ability model there is the MSCEIT assessment which has received
positive feedback in terms of reliability and validity (Weinberger, 2002).
o Goleman (2000), Bar-On (1997) and other researchers use the mixed model which
defines EI as diverse constructs such as personality, in addition to abilities. This
is a popular model to be used in research; however, since it is a broader definition
a-JJ
Weinberger (2002) discussed it is more challenging to measure and confidently
attribute results to the EI construct.
2. Variance in the results based on assessments utilized:
Trait measures (mixed model) of EI were more strongly related to TL for both
same source and multi-source ratings than were ability based measures of EI
according to Harms and Crede (20 t 0).
The Bar-O, ( l99l) (EQi) had the highest validity estimate for both same source
and multi-source ratings. Both ability and trait measures showed similar
reductions in validity when multiple sources for raters were used. The
relationship between the theories was weaker with the MSCEIT than other
inventories (Harms and Crede, 2010).
a
3. Controversy about the utility and importance of EI as it relates to TL:
Those researchers who did not find a strong relationship or a relationship at all
warn against using EI as another tool in the manager toolkit and warn against
using EI as a method of selecting future leaders. They further argue the positive
claims around El are ahead of research support and they point out concerns about
the reliability and validity of the assessment and corresponding results
(Weinberger, 2002; Learnmouth,2005; Stewart,2007; Zeidner et al., 2004;
Barrett et a1.,2001; Harms & Crede,2Al0; Antonakis et a1.,2009).
There are researchers who support using E[ as a method of selecting fufure
leaders and training effective leaders (Megerian & Sosik , 1996; Goleman ,, 1995,
t
t
a
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2000; Mandell & Pherwani,2003; Wu, et a1.,2006; Wang & Huang,2009;
Gardner & Stough, 2002).
4. There is not one single, universally accepted measure of EI even although there have
been efforts to create a psychometrically valid measure of it. Instead there are many
models (mixed and ability) and assessments which all look at El a little differently and
there are benefits and limitations to each model (Harms & Crede,2010, Brown et al.,
2005; Kerr et a1.,2005; Weinberger, 2002; Zeidner et al., 2A04, Ashkanasy & Tse,2000).
5. "Ihe majority of the literature looking at the relationship between the two theories used
the MLQ or MLQ-SX to measure transformational leadership and there are benefits and
controversies around the assessments as they relate to EI (Barbuto & Burbach, 2006;
Avolio et a1., 1997; Ashkanasy & Tse,2000; Kupers & Weibler,2005).
-Most of the studies identified in this literarure review used 180 degree feedback instead
of the robust 360 degree feedback and hence the self-rater bias could have impacted some
results.
6. Majority of the literature supported a relationship befween EI and TL and the higher
the El score meant more TL characteristics were exhibited (Leban &. Zulauf,2004;
Sivanathan & Fekken, 2002; Barling, et a[., 2000; Barbuto & Burbach, 2006; Sosik &
Megerian, 1999; Kerr et a1.,2005; Rosete & Ciarrochi,2005; Palmer et al., 2001; Butler
& Chinowsky, 2006; Ashkanasy & Tse, 2000; Hoffman & Frost, 2006; Polychoroniou,
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2008; Gardner & Stough,2002; Mandell & Pherwani,2003; Deng & Gibson,2009;
Harms & Crede ,2010; Wang & Huang, 2009; Wu, Liu, & Liu, 2006, Goleman, 2000).
7. Controversy about which of the four TL behaviors had the strongest relationship with
EI:
. According to Gardner and Stough (2002) and Hoffinan and Frost (2006), the
strongest relationship between E,I and TL is between the understanding emotions
of EI and individualized consideration of TL, According to Farmbrough & Hart
(2008) and Butler & Chinowsky (2006), the strongest relationship of EI with TL
is with inspirational motivation behavior of TL.
t A relationship was only found between three behaviors of transformational
leadership. A relationship was not found between emotional intelligence and the
intellectual stimulation behavior of TL (Barling et aI.,2000; Palmer et aI.,2001;
Leban & Zulauf,2004; and Deng & Gibson, 2009).
8. Controversy with the self awareness aspect of EI:
Researchers state self awareness is the foundation of which other emotional
intelligence areas are based. They asserted leaders with self awareness may
provide people with more perceived control over events and consequences that
occur in their lives (Megerian and Sosik, 1996, 1999; Bass, 1985; Hogan et al.,
1994; Bennis, 1989).
t
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a Some researchers did not find a relationship between self awareness and
transformational leadership (Kerr et al., 2005; Dulewicz et al., 2005; Barbuto &
Burbach, 2006).
9. EI elements such as self awareness, empathy, recognition ability, and positive
leadership perceptions and job satisfaction by their employees, followers was found and
these leaders are thought to be more effective and transformational in their leadership
(Ashkanasy & Tse,2000; George,2000, Goleman et al., 2002; Prati et a[.,2003; Sosik &
Megerian, 1999; Rubin, Munz, & Bommer,2005; Newcombe & Ashkanasy, 2002; Wong
& Law, 200; Wolff, Pesconsolido, & Druskat,2002).
10. There is a stronger relationship between EI and TL in self reports ( I 80 degree
feedback) than in reports by raters (360 degree feedback) (Barbuto & Burbach ,2006;
Mandell & Pherwani,2003; Wang & Huang,2009; Wu, Liu, and Liu,2006).
. Barbuto and Burbach's study criticized the research conducted by Barling et al.
(2000), Gardner & Stough (2001) and Sivanathan & Fekken (2000) because they
were entirely based on self reports or 180 degree feedback (can have self-rater
bias) and not 360 degree feedback.
I 1. Some of the literature did not support a relationship between EI and TL (Weinberger,
2003; Brown, Bryant & Reilly, 2005; Halsell, Shumate & Blum, 2008; Kupers &
Weibler,2005; Moss, Ritossa, & Ngu,2006). These results contract the research
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conducted by Sosik and Megerian (1999) and Goleman (1995). Reasons provided for the
different outcomes included methodological differences and sample size differences"
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Limitations of literature and research
This integrative literature review has limitations. Based on the literature chosen,
the limitations included sample sizes, diversity of sfudy participants, and more articles
versus books were used due to not finding many books comparing the two theories. In
addition, the studies were more focused on workplace settings of businesses and excluded
studies in the nursing and education field. In terms of sample sizes, in order to make a
strong relationship claim, studies should have a sample size of fifty or more. Several of
the studies referenced in this paper had sample sizes under fifty. In addition, many of the
studies did not have diverse samples such as a balanced mix of females and males,
different age groups, and different nationalities, ethnicities of study participants"
Majority of the study reports were written in the United States and used participants from
the United States. Furtherrnore, many of the studies were completed using participants in
one organization, department such as Human Resources at an engineering firm and,
hence, did not have the external validity which would allow researchers to state the
results are generalizable to other industries and organizations as a whole.
An additional limitation of the research included the accessibility to articles in
terms of dates published and location of publications. I found many of the databases such
as Academic Search Premier,, Business Source Premier, ABVIhIFORM Global, and
PsycINFO only had articles from the late 1980s or mostly from the 1990s or more recent.
Unforrunately, I was not always able to find all articles through the WorldCat database
search. While I received a few articles by using the article request form on the Augsburg
Lindell Library website, not all articles were able to be located and e-mailed to me. In
addition, although I found a few international studies such as Polychroniou (2009) with
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the study set in Greece and Butler & Chinowsky (2006) with their study set in Taiwan,
overall I found little research in my thorough search of databases that looked at the
relationship between these fwo theories outside of the United States. I believe there is
more international research, written in different languages, that exists and could provide
value in further examining the relationship between EI and TL. Overall, each of the
limitations listed above reduced some of the external validity as it was a narrower versus
broader focus looking at the relationship between these two theories. These limitations
should be taken into account when planning future studies.
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Future implications of research
Although many studies showed a medium to strong relationship between
emotional intelligence and transformational leadership, the relationship may not be as
strong as what some of the empirical studies imply. For this reason, suggestions are
provided below for future research to better understand the relationship between these
two theories. Cherniss, et al. (2006) strongly stated EI could assist with workplace
success and they referenced Goleman (2000) in stating El rather than IQ or technical
skills were more important in selecting, promoting, and developing leaders. These are
strong claims. While I agree to one extent, I also believe much more research needs to be
done to support these claims, specifically that EI may be more important than IQ or
technical skills in terms of leadership effectiveness.
It would be beneficial for research purposes to have a comprehensive conceptual
framework. Horn (2003) argued the absence of a systematic and comprehensive
conceptual framework between emotional intelligence and leadership and the rush for
researchers to judge the competing concepts threatens to make EI into a fad instead of a
grounded, relevant theory. In addition, Brackett and Mayer (2003) compared a number
of different EI assessments and did not find convergence across EI measures and in fact
some researchers have questioned whether or not different measures of EI assess the
same construct at al[. This is an interesting finding that could be examined further.
Recommendations for future study
I have twelve recommendations for future study. The first recommendation is to
have larger sample sizes. In order to make a relationship or strong correlation of two
variables or in this case, two theories, the sample size should be fifty or more. This also
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helps to have overall higher validity of the results. My second recommendation is to
have diverse sample participants in terms of gender, ethnicity, nationality, age, culture,
years of experience, and countries and industries in which studies are conducted.
Although it can be more expensive to have large, diverse sample populations, it does
allow being able to make stronger claims about the results and actions that can be taken
based on the results. My third recommendation is for empirical sfudies to be done in
different industries using the same definition of EI and transformational leadership,
which includes using the same assessments to measure them. The results should then be
compared to see overall agreement, similarities and differences. This research would
help address the claim of Brackett and Mayer (2003) who reported there was not
convergence across EI measures and there were questions of whether or not different
measures of EI assess the same construct at all. My fourth recommendation is for
validity and reliability studies to be completed to determine the differences in the strength
of relationship between using one set of assessments and one set of definitions.
The fifth recommendation I have is to use 360 degree feedback (self assessment
and another rater) in measuring transformational leadership behavior. By using 360
degree feedback, the self-rating bias would be minimized as there would be different
sources of results to reference. The sixth recommendation I have is for the emotional
intelligence assessments to be tested, validated, and then retested and revalidated by
many researchers prior to making strong claims about the results since there are many
different assessments to measure EI. For example, by using just the MSCEIT for
measuring EI as it relates TL would provide a great area to explore in depth. ln addition,
it would either provide support or not support for whether there is strong evidence
42
supporting EI as being a critical component of TL as Weinberger (2002) discussed. The
seventh recommendation I have is for qualitative and quantitative studies to continue to
be conducted with the goal of enhancing this field of research so appropriate action can
be taken based on the results. My eighth recommendation is to further examine reported
self reported abilities compared to actual ability. Kerr et al. (2005) discussed they
believed these two concepts are only minimally correlated in the world of intelligences;
however, more research needs to be done to prove or disprove the claim.
The ninth recommendation I have is to test the relationship of emotional
intelligence with other leadership theories that are related to the transformational
leadership theory such as the authentic leadership theory. My tenth recommendation is to
review the impact of social intelligence on TL. EI falls under the big umbrella of social
intelligence and it would be interesting to see ifjust social intelligence could be measured
to assess exhibited TL behaviors,, of which EI would then play a smaller role with taking
credit for exhibited transformational leadership effectiveness. My eleventh
recommendation is to review the relationship of EI and TL as it relates to work outcomes
such as productivity, efficiency, and profitability of the company. My final
recommendation which should be looked at after some of the other recommendations
listed above have been taken is to create a systematic or comprehensive conceptual
framework that looks at the relationship between EI and TL as this has not been done yet.
Overall, by researchers pursuing these recommendations, it would be valuable in
advancing this field of study.
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Conclusion
The purpose of the integrative literafure review has been to provide an overview,
critique, and synthesis of the existing research looking at the relationship between
emotional intelligence and transformational leadership. The key controversies discussed
included the debated utility of the EI field, the different definitions, models, and
assessments used to define E[, and the critique of the transformational leadership
assessments. [n terms of the synthesis of the research, seven key areas were reviewed.
These included research supporting a relationship berween EI and TL, research showing a
stronger relationship in self reports than in reports by raters, research supporting only a
relationship of three areas of TL, research that did not support a relationship between EI
and TL, the impact of the self awareness aspect of EI, the similarities and differences in
definitions and assessments used in the various studies, and lastly, the variance in support
of different aspects of EI as it relates to TL. Limitations and suggestions for future
research looking at the relationship between these two theories were also explored.
Overall, I went into the research of emotional intelligence having only read
information by Goleman (2000). I was intrigued by his statements such as EI being more
important than IQ or technical skills and I enjoyed delving into the research to see if
other, more empirical studies supported his claims. Although much of the research found
did support a relationship between EI and TL, there is still strong controversy as outlined
in this paper. Due to this controversy, further research is necessary. I hope my thorough
integrative literafure review can be used to make this future research easier and continue
to provide value to leaders in the fufure who are interested in better understanding the
relationship between these fwo theories.
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